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INTRODUCTION-HOW DOES LEADERSHIP TRANSITION 
RELATE TO ME?  
Personal Experience Opportunity Capacity & Internal 

Leadership Development 
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PURPOSE 
PURPOSE STATEMENT:
The purpose of this report is to research leadership transition models along with their 
challenges and effectiveness during and after a transition period. This report analyzes data  
and argues that a leadership transition focused on Internal Leadership Development is 
the key to many organizational successes before, during, and after a change in 
leadership. 

WHY IS THIS IMPORTANT?
Leadership shifts and transitions can be 
difficult for nonprofits regardless of their 
organizational size or capacity. Nevertheless, 
the appropriate time and tailored resources 
must be allocated to a transition for it to be 
successful. Thus, exploring the best transition 
is important for an organization to do early on. 

“As Baby Boomers leave, the sector 
will approach an important turning 
point ripe with both challenges and 

opportunities that will ultimately 
lead to a different type of sector, 

with a new kind of leadership in the 
decades to come.”- Next Shift 
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PROJECT OBJECTIVES   &   SOCIAL BENEFITS 
1.

2.

3.

To identify the advantages in internal 
leadership development. 

To inspire organizations (regardless           
of size and capacity) to invest time and 
energy in developing leaders from 
within.

To make a case for organizations 
to identify emerging leaders and BIPOC 
leaders. 

• Nonprofit Sector Benefits: This report offers a 
boiler point and model template to follow during a 
leadership transition. 

• Organizational Benefits: This report provides 
recommendations on the development of internal 
talent that can create career ladders within 
organizations.  

• Community Benefits: This report is a starting 
point for future articles and reports on this model.
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METHODS AND APPROACHES 
1. What are the advantages and disadvantages to 

developing and hiring internal talent for 
leadership positions? 

2. What are the advantages and disadvantages 
come from hiring and onboarding leaders 
externally? 

3. How do they compare? What is the model to 
follow?

A part of the analysis includes my own personal 
experience and standpoint on this topic. I am an 
active co-expert throughout this report and 
include my participatory observation.  

Research 
Questions

Literature 
Review

Expert 
Interviews

Participatory 
Observation

1. Academic Journals
2. Books 
3. Expert articles
4. Foundation Reports  

A total of four expert interviews were 
conducted. Experts include professionals in 
different positions with direct connections to 
leadership transitions. Interviews were semi-
structured and conducted via Zoom and in-
person. Each interview was tailored to the 
experience of the expert. 
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DATA ANALYSIS: INTERNAL LEADERSHIP DEVELOPMENT 
“If one is not careful, if one is not renewing 
their team constantly, then you may create 
a stale environment where people basically

just do what they have. “ – R.C. 

“When there is internal organizational 
knowledge there can be less of a 

learning curve with internal 
leaders.” – Dr. S.M. 

“Being familiar with an organization, their 
policies, with their procedures, with their 
culture, philosophies and their mission,  

that’s absolutely necessary for success.”-
V.V.

“A lot of times orgs. don’t go back to 
foundations that have supported them in 

the past. If foundations, consider the earlier 
investments as critical for the future of the 
institutions then there are ways for funding 

support.”– M.P. 
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DATA ANALYSIS: EXTERNAL HIRING OF LEADERS  
“I have some external hires that I’ve been 
very impressed with because they come 
with diversified knowledge. They come 

with different solutions. They come with a 
fresh perspective, and some people are 

really creative. “ – V.V. 

“They are models that are not sensitive to 
the human and are mostly interested in 

whatever the business, the organization,  
gains from the knowledge of the external 

individuals that they hired.” – R.C. 

“Each ED is different; processes should 
not be in place when he/she/they arrive.”-

Dr. S.M.

“Leadership can fail when investments 
aren’t made to support existing staff.”–

M.P. 
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IMPLICATIONS  & MODEL    
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RECOMMENDATIONS FOR EFFECTIVE LEADERSHIP 
TRANSITIONS
1. Develop & Cultivate Leaders from Within: Create a culture of learning and 
cultivate new leaders internally.

2. Invest: Continue to invest in the team and emerging leaders long-term. 

3. Create Opportunities: Encourage personal and team growth as well as create 
leadership development opportunities throughout the organization. 

4. Humanize Leadership: Recognize the dignity and worth of your team by valuing 
their skills, showing appreciation, and encourage a space of belonging.  
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RECOMMENDATIONS
• Develop & Cultivate Leaders from Within: Create a culture of 

learning and cultivate new leaders internally. 
• Invest: Continue to invest in teams and emerging leaders long-term. 
• Create Opportunities: Encourage personal and team growth as well 

as create leadership development opportunities in the organization. 
• Humanize Leadership: Recognize the dignity and worth of your team 

by valuing their skills, showing appreciation, and encourage a space 
of belonging.  
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DATA AND ANALYSISSUMMARY

PURPOSE

METHODS

Leadership shifts and transitions can be 
difficult for nonprofits regardless of their 
organizational size or capacity. Nevertheless, 
the appropriate time and tailored resources 
must be allocated to a transition for it to be 
successful. Thus, exploring the best transition 
is important for an organization to do early in 
the process.

§Purpose: To prove that a leadership transition 
focused on Internal Leadership Development 
can bring an organization successes long-term.

§Community Benefits: To inspire organizations 
(regardless of size and capacity) to invest time 
and energy in developing leaders from within. 

RESEARCH
1. What are the advantages/disadvantages to 
developing internal talent for leadership positions? 
2. What are the advantages/disadvantages come 
from hiring and onboarding leaders externally? 
3. How do they compare? What is the model to 
follow?

▪Literature: Academic Journals, Books, Expert 
articles, and Foundation Reports. 
▪ Interviews: Four expert professionals with 
leadership transition experience.
▪Participatory Observation: I am an active co-
expert throughout this report.
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